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ABSTRACT 
This study examines the influence of human resources management (HRM) practices and 
work-life balance on employees' performance in retail industry. In this study, two HRM 
practices (training and development and compensation and benefits) and work-life balance 
were tested against employees' performance. A total of 326 respondents from branches of 
selected a retail store at the northern state of Malaysia in Penang, Bukit Mertajam and Alor 
Setar are taken as samples. Instruments are taken from valid and reliable sources. Statistical 
Package for Social Science (SPSS) version 25 was used to analyze the data gathered 
through questionnaire. The objective of this study was achieved using regression analysis 
whereby the results are also presented using descriptive, reliability and correlation 
statistics. Findings reveal training and development, compensation and benefits and work­ 
life balance were positively related to employees' performance. Suggestions are made for 
future study on ways to increase employees' performance among the employees. 
Keywords: HRM practices, work-life balance, employees' performance, retail industry . 
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ABSTRAK 
Kajian ini melihat amalan pengurusan sumber manusia dan keseimbangan kerja terhadap 
prestasi pekerja dalam indust:ri peruncitan. Dalam kajian ini, dua amalan pengurusan 
sumber manusia (latihan dan pembangunan dan pampasan dan faedah) dan keseimbangan 
kerja diuji terhadap prestasi pekerja. Seramai 326 responden dipilih dari tiga cawangan 
sebuah peruncit di utara Malaysia iaitu di Pulau Pinang, Bukit Mertajam dan Alor Setar 
sebagai sampel. lnstrumen yang digunakan adalah daripada sumber yang sahib dan 
mempunyai kebolehpercayaan yang tinggi. "Statistical Package for Social Science" (SPSS) 
versi 25 digunakan untuk menganalisa data yang telah dikumpul melalui soal selidik. 
Objektif kajian ini terjawab dengan menggunakan analisisa regrasi. Keputusan 
dibentangkan dengan menggunakan statistik deskriptif, reliabiliti dan korelasi. Latihan dan 
pembangunan, pampasan dan manfaat dan keseimbangan kerja mempunyai hubungan 
positif dengan prestasi pekerja. Cadangan dibuat untuk penyelidikan masa hadapan 
terhadap cara-cara untuk meningkatkan prestasi pekerja di kalangan pekerja. 
Kata-kata: amalan sumber manusra, keseimbangan kerja, prestasi pekerja, industri 
peruncitan 
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1.1 Background of the Study 
Generally, an organization is capable to positioned themselves in the industry by improving 
their products and services compare to other organizations (Salah, 2016). However, human 
resource are the main resource that could not be effortlessly substitute and alternate as 
employees might only be extra functionality and carry out wonderful if they are positioned 
in an appropriate role (Nabi, Syduzzaman, & Munir, 2016). Other than that, employees are 
considered as a crucial 'equipment' to assist the organization to obtain the organizational 
goals (Hassan, 2016). Employees being as key element in achieving the organization's 
goal, therefore they should sustain the competitive advantage by improving performance 
towards their job (Sheikh, Naveed, & Khan, 2016). In the line with that, human resource 
practices would be most important aspect that impact the performance of employees in an 
organization (Pradhan & Jena, 2017). Additionally, work-life balance also has a major 
importance in order to maximize the employees' performance in an organization (Sheikh, 
Naveed, & Khan, 2016). 
According to Nabi et al. (2016), many studies have been conducted on human resource 
practices, work-life balance and employees' performance in sectors, for example 
education, hospitality, engineering, telecommunication, public and private sectors . This is 
because, human resource practices( training and development, compensation and benefits) 
and concept of work-life balance are important factors that make the employees being more 
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APPENDIX A-Questionnaire Section 
Pusat Pengajian Pengurusan 
Pemiagaan 
SCHOOl OF BUSINESS M.Y<AGEldENf 
Universiti  Utara Malaysia 
SURVEY 
Dear Respected Respondent, 
I am a postgraduate student at University Utara Malaysia seeking your assistance in this 
survey entitle "The Influence of HRM Practices on Employees' Performance in Retail 
Industry of Northern Malaysia. 
The confidentiality of information given will be kept privileged and to be used only for 
academic purposes in order to fulfill the Master studies requirement of the university. 
I realize that you are busy and thus, I have designed the survey that it should not take you 
longer than fifteen minutes to answer. Please do answer all the items in the questionnaire. 




Master of Human Resource Management (MHRM) Candidate, 
School of Business Management, 
University Utara Malaysia, 
Email: jananitharanjivanathan@yahoo.com 
84 
Universlti Utara Malaysia 
SECTION A - DEMOGRAPHIC INFO 
Please tick(/) in the box provided. CHOOSE ONLY ONE OPTION. 
1. Gender 
D Male 0Female 
2. Age 
D <25 years old D 36-45 years old D > 55 years old 
D 25-35 years old 046-55 years old 
3. Marital Status 
D Single 0Divorced 
D Married Oothers, specify: 
4. Highest Academic Achievement 
D SPM 0Bachelor Degree D Others, specify: 
D Diploma 0Master Degree 
5. Ethnic Group 
D Malay Dchinese 
D Indian D Others, specify: 
6. Years of employment in this organization. 
D <2years 06-lOyears 
D 2-5 years D >10 years 
7. Monthly Income 
D <RM2000 
D RM 2001- RM 4000 
D RM 4001- RM 6000 
D RM 6001- RM 8000 
D>RM8000 
8. Work Location 
D Penang D Bukit Mertajam 
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SECTION B: The following are statement about HRM PRACTICES. Indicate your 
level of agreement on the following statements by circling the number that best 
relate to you, choose from 1- Strongly Disagree to 5- Strongly Agree. 




1 .  I  have training & development opportunities to 
learn and improve my knowledge. 
2. The management provides many training & 
development programs to improve my 
knowledge and skills. 
3. My employer encourages me to extend my 
abilities. 
4. This organization has provided me with 
training opportunities which enables me to 
extend my range of skills and abilities. 
5. I get the opportunity to discuss my training and 
development requirements with my employer 
6. My work pays for any work-related training 
and development I want to undertake. 
7. The training & developments programs have 
improved my decision-making skills. 
8. The training & development that I got meets the 
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COMPENSATION & BENEFITS STRONGLY STRONGLY 
DISAGREE AGREE 
I .  I  am satisfied with my current salary. 1 2 3 4 5 
2. I am satisfied with the amount the company 
1 2 3 4 5 
pays for my benefits. 
3. I am satisfied with the management pay 
1 2 3 4 5 
structure. 
4. I am satisfied with the raises I have received in 
1 2 3 4 5 
the past 
5. I am satisfied with my benefit package. 1 2 3 4 5 
6. I feel compensation & benefits could increase 
1 2 3 4 5 
my motivation while working. 
7. I think compensation & benefits should be 
1 2 3 4 5 
based on the employee's performance. 
8. My manager knows the additional effort that I 
1 2 3 4 5 
put on my job. 
9. My performance evaluation impact the pay 
1 2 3 4 5 
increment. 
WORK-LIFE BALANCE STRONGLY STRONGLY 
DISAGREE AGREE 
I. I prefer work-life balance such as flexibility 
1 2 3 4 5 
rather than fixed working hours. 
2. Managers allow generally enough time for the 
completion of projects so that employee can do 1 2 3 4 5 
good quality work with limited stress. 
3. My work schedule is not in conflict with my 
1 2 3 4 5 
personal life. 
4. My job does not affect my role as a spouse, a 
1 2 3 4 5 
son, a daughter and/or a parent. 
5. Work- life balance encourage me to be more 
1 2 3 4 5 
efficient. 
6. I believe work-life balance could provide a 
1 2 3 4 5 
relaxing working environment. 
7. I wish to have flexibility in work so that I can 
1 2 3 4 5 
have balance in my working and personal life. 
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SECTION C: The following are statement about EMPLOYEES' PERFORMANCE. 
Circle the number that best relate to you, choose from I- Strongly Disagree to S- 
S trongly Agree. 
I .  J  always completed work in timely and 
effective manner. 
2. I always performed high quality work. 
3. I perform task that the are expected of me. 
4. I meet performance requirement of my job. 
5. I engage in activities that will affect my 
performance evaluation. 
6. I complete my job accurately and timely to 
achieve the work objective. 
7. I meet work hours schedule and attendance 
expectations. 
8. I able to identify, analyze problems and find 
solution for it. 
9. I deal confidently and efficiently with top 
management and colleagues. 
I 0. I demonstrate necessary knowledge and skills 
to perform the job effectively. 
1 1 .  I  establish my job objectives with regard to the 
department and company goals. 
12. I am capable of completing my task within the 
time frame. 
13 .  I  volunteer to complete extra tasks. 
14. I complete works according to management 
goals. 












































































THANK YOU FOR YOUR TIME AND COOPERATION. 
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APPENDIX B - Frequencies Distribution of Respondent's Profile 
GENDER 
Cumulative 
Frequency Percent Valid Percent 
Percent 
Male 73 22.4 22.4 22.4 
Valid Female 253 77.6 77.6 100.0 
Total 326 100.0 100.0 
AGE 
Frequency Percent Valid Percent 
Cumulative 
Percent 
< 25 years old 1 1 5  35.2 35.2 35.2 
25-35 years old 1 3 1  40.2 40.2 75.4 
Valid 36-45 years old 68 20.9 20.9 96.3 
46-55 years old 12 3.7 3.7 100.0 
Total 326 100.0 100.0 
MARITAL STATUS 
Frequency Percent Valid Percent Cumulative Percent 
Single 95 29.1 29.1 29.1 
Valid 
Married 225 69.0 69.0 98.1 
Divorced 6 1 .8 1 .8 100.0 
Total 326 100.0 100.0 





SPM 17 5.2 5.2 5.2 
Diploma 83 25.5 25.5 30.7 
Valid Bachelor Degree 221 67.8 67.8 98.5 
Master Degree 5 1.5 1 .5  100.0 
Total 326 100.0 100.0 
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ETHNIC GROUP 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Malay 195 59.8 59.8 59.8 
Chinese 92 28.2 28.2 88.0 
Valid Indian 36 1 1 . 1  1 1 . 1  99.1 
Others 3 .9 .9 100.0 
Total 326 100.0 100.0 
YEARS OF EMPLOYMENT IN TIDS ORGANIZATION 
Frequency Percent Valid Percent 
Cumulative 
Percent 
<2 years 171  52.4 52.4 52.4 
Valid 
2-5 years 124 38.1 38.1  90.5 
6-10 years 31  9.5 9.5 100.0 












RM 4001- RM 
6000 
42 12.9 12.9 100.0 





Penang 156 47.8 47.8 46.5 
Valid 
Bukit Mertajam 12 1  37.1 37.1 84.9 
Alor Setar 49 15 . 1  1 5 .  I  100.0 
Total 326 100.0 100.0 
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APPENDIX C - Reliability Analysis 
Scale: Employees' Performance 
Reliability Statistics 
15  
N of Items 
.942 
Cronbach's Alpha I 
Scale: Trainlng & Development 
Reliabilitv Statistics 
Cronbach's Alpha N of Items 
.951 8 
Scale: Compensation & Benefits 
Reliabilitv Statistics 
Cronbach's Alpha N of Items 
.916 9 
Scale: Work-Life Balance 
Reliabilitv Statistics 
Cronbach's Alpha N of Items 
.887 7 
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APPENDIX D - Descriptive Analysis 
Statistics 
EP TD CB WB 
N 
Valid 326 326 326 326 
Missing 0 0 0 0 
Mean 4.250 4.222 4.344 4.060 
Std. Deviation .4065 .5051 .4391 .5649 
Skewness .0599 -.739 .712 -.644 
Std. Error of Skewness .336 .336 .336 .336 
Kurtosis -.354 2.881 -1.273 2.352 
Std. Error of Kurtosis .663 .663 .663 .663 
Minimum 3.40 2 .. 30 3.50 2.00 
Maximum 5.00 5.00 5.00 5.00 
APPENDIX E - Correlation Analysis 
Correlations 
EP TD CB WB 
Pearson Correlation 1 .774** .697** .667** 
EP Sig. (2-tailed) .000 .000 .000 
N 326 326 326 326 
Pearson Correlation .774** 1 .763** .798** 
TD Sig. (2-tailed) .000 .000 .000 
N 326 326 326 326 
Pearson Correlation .697** .763** I .680** 
CB Sig. (2-tailed) .000 .000 .000 
N 326 326 326 326 
Pearson Correlation .667** .798** .680** l 
WB Sig. (2-tailed) .000 .000 .000 
N 326 326 326 326 
**. Correlation is significant at the 0.01 level (2-tailed). 
92 
Universlti Utara Malaysia 
APPENDIX F - Multiple Regression Analysis 
Coefficients" 
Unstandardized Coefficients Standardized Coefficients 
Sig. Model t 
B Std. Error Beta 
(Constant) 1.790 .348 8.023 .000 
TD .348 .154 .201 1.652 .038 
I 
CB .583 .162 .356 1.963 .024 
WB .548 . 157 .211  1.943 .002 




df Mean Square F Sig. 
Squares 
Regression 36.787 3 4.598 41.960 .ooob 
I Residual 22.843 339 .050 
Total 59.629 325 
a. Dependent Variable: EP 
b. Predictors: (Constant), WB, TD, CB 
M d I S  b  o  e  ummarv· 
Model R R Square 
Adjusted R 
Std. Error of the Estimate 
Square 
I .589" .356 .606 .52852 
a. Predictors: (Constant), WB, TD, CB 
b. Dependent Variable: EP 
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